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Abstract 
Private sector universities are playing a major role worldwide in providing higher education to 
the individuals as well as fulfilling the human resource requirements of the industries. Data is 
collected from the teaching staff from the private sector universities in the city of Peshawar 
through random sampling, the sample size is two hundred. The findings of the study are that 
procedural justice which is a dimension of the organizational justice is negatively and 
significantly associated with employee turnover intention. Further, the interactional justice is 
significantly and positively related with job embeddedness. The job embeddeness and turnover 
intention are also having significant and negative relationship. Finally, the mediation model 
proposing that job embeddedness can play a mediating role between dimensions of 
organizational justice and the turnover intention. It is however cannot discover bolster for the 
model measurably. Overall, the findings indicate that dimensions of organizational justice are 
important for favorable employee outcomes including fostering job embeddedness and reducing 
turnover intention.  
Keywords: Distributive Justice, Procedural Justice, Interactional Justice, Job Embeddedness, 
Turnover Intention, Private universities, Peshawar, Pakistan. 
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Background 
 
The study is about organizational justice and its effects on job embeddedness and turnover 
intention. Organizational justice and its dimensions are distributive justice, procedural justice 
and interactional justice Organizational justice and its dimensions are based on the perception of 
employees and if present, then found to be producing favorable employee’s behavioral and 
attitudinal outcomes such as job satisfaction, commitment, and higher performance Employee 
turnover which is a major HR related issue faced by organization is mostly based on 
dissatisfaction from work. The dimensions of organizational justice including distributive, 
procedural, and interactional justice are found to be associated with employee turnover intention.  
Job embeddedness is another concept related to turnover and is based on the links and fits 
between individual and his/her organization and the community. The concept is found to be 
explaining employee’s turnover behavior. The focus of the current study is the interrelationship 
among organizational justice, job embeddedness, and the turnover intention of faculty members 
in the higher education sector of Peshawar context.  
Objectives 
The objectives of the study are as follow; 
1. To see the effects of dimensions of organizational justice on employee’s job 
embeddedness 
2. To see the effects of dimensions of organizational justice on employee’s turnover 
intention 
3. To see the effect of job embeddedness on the employee turnover intentions 
4. To assess if job embeddedness works as a mediator between the dimensions of 
organizational justice and the employee turnover intention 
LITERATURE REVIEW 
 
Relationship between Organizational Justice and Job Embeddedness 
 
According to the social exchange theory, development of relationships take time and include 
aspects such as trust, loyalty, and mutual commitment (Cropanzano & Mitchell, 2005). Further, 
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the theory recommend that employees and managers should focus on abiding the rules of 
exchange and these exchanges are reciprocal in nature (Saks, 2006). By reciprocal it means that 
when one party do something, the other party also do something in return. For example, if 
someone do something good towards someone, the chances are that that person will also try to 
do something good in return. Thus, based on this theory, job embeddedness is developed which 
is retention or turnover related theory. More specifically, the theory states that if organization 
employees fairness in different aspects of the job such as pay, work, etc. then their job 
embeddedness will be higher.  Based on this fairness perception, employees will develop good 
relationship with managers and coworkers which will turn in to job embeddedness. Previous 
studies also found that dimensions of organizational justice are significantly associated with 
employee job embeddedness (Gantor & Cordery, 2008; Holtom & Inderrieden, 2006;). We 
propose the following  
H1= Organizational justice has significant positive effects on job embeddedness 
H1a= Distributive justice has significant positive effects on job embeddedness 
H1b= Procedural justice has significant positive effects on job embeddedness 
H1c= Interactional justice has significant positive effects on job embeddedness 
 
Relationship between Organizational Justice and Turnover Intention 
 
The organizational justice is related to employee’s various attitudes and behavior. Distributive 
justice is the first dimension of organizational justice which if present conveys the message of 
fairness in the workplace in form of pay, promotions, bonuses etc. and thus predict personal level 
outcomes such as pay satisfaction and the job satisfaction(Yusof & Shamsuri, 2006; Samad, 
2006;). The relationship between procedural justice and employee turnover is logically negative 
and  also found in previous studies (Loi et al, 2006; Khatri et al., 2001). Interactional justice is 
the third dimension of organizational justice and refers to the fairness in terms of supervisory 
behavior and communication. Based on previous studies, we propose the following hypothesis 
stating the relationship between dimensions of organizational justice and the employee turnover 
intention 
H2= Organizational Justice has significant negative effects on employee turnover Intention 
H2a= Distributive justice has significant negative effects on turnover intention 
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H2b= Procedural justice has significant negative effects on turnover intention 
H2c= Interactional justice has significant negative effects on turnover intention 
 
 Relationship between Job Embeddedness and turnover Intention 
 
Previous studies show the relationship between job embeddedness and turnover intention such as 
Karatepe & Ngeche (2011) and  Mitchell et al., (2001). Other studies for example, Crossley et al., 
(2007) also found that job embeddedness decreases employees turnover voluntary in nature. In 
hotel based organizations in Cameroon, a study conducted by Karatepe & Ngeche, (2011) also 
found that job embeddedness reduces turnover intention as well as improve employee’;s 
performance among the frontline employees of the hotel.  Examples of other studies which also 
found similar results for relationship between job embeddedness and turnover intentions are 
Halbesleben and Wheeler (2008), in US Air Force members by Hassell (2005), in higher 
education institutions in South Africa by Takawira (2012, in healthcare by Holtom and O’Neill 
(2004),  
H3= Job embeddednes has significant negative effects on the employee turnover intention 
Further, based on the nature of relationship between organizational justice, turnover intention, 
and job embeddedness, we propose that job embeddedness performs the mediator relationship 
between organizational justice and employee turnover intention. 
H4= Job embeddedness mediates the relationship between the organizational justice and the 
employee turnover intention 
H4a= Job embeddedness mediates the relationship between the distributive justice and the 
employee turnover intention 
H4b= Job embeddedness mediates the relationship between the procedural justice and the 
employee turnover intention 
H4c= Job embeddedness mediates the relationship between the interactional justice and the 
employee turnover intention 
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   RESEARCH METHODOLOGY 
 
 Population and Sampling   
The study was focused towards the faculty members of universities in Peshawar; therefore, exact 
population was total number of faculty in these universities. Exact number of total population is 
unknown. The population was large and it was convenient and efficient to use the sample. For 
sampling purpose, convenient sampling technique is used. This method is also suitable when 
population frame is very large (Sekaran, 2003). Thus, first we selected the stratas which was the 
six private universities in our case and then we randomly selected the faculty members from 
these universities. Overall, 137 people participated in the survey belonging to the universities in 
the city of Peshawar. Out of which, 95 were male and 42 were female.  
Data collection 
Data was collected primary as it was initially collected and prepared for this study. The survey 
was distributed with the help of colleagues. Two options were available for potential respondents 
to submit the survey. First one was to fill it on the spot, second was to reply via a prepaid 
envelop. Mostly, the on the spot option was utilized.  
Data Analysis 
Once data collected was complete, it was initially entered in MS Excel and later entered in SPSS 
software with a defined coding scheme. First data was checked for accuracy and errors. Later on, 
the data was analyzed by using statistical tools including mean, standard deviation, correlation, 
and regression. For hypothesis testing, mainly regression analysis was utilized. While running 
the regression analysis, its assumptions was also tested.  Additionally, the mediation analysis was 
used to test the mediation relationship.  
Reliability Statistics 
Survey Measure / Questionnaire No. of Items  Cronbach’s Alpha for Pilot  
        Study (n=10) 
Distributive Justice   05   .71 
Procedural Justice   06   .63 
Interactional Justice   09   .84 
Job Embeddedness   07   .76 
Turnover Intention   04   .67 
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The suggested value of Cronbach alpha is above 0.60 by Sekran (2003). Since, the Cronbach 
alpha for all variables was above 0.60 thus it can be assured that the survey utilized in the current 
study was reasonably reliable. Further, the brief interviews with the respondents’ shows that 
concepts were adequately measuring the concepts thus further strengthening the validity of the 
survey measure.   
RESULTS AND DISCUSSION 
 
 
 Descriptive Statistics 
The descriptive statistics for the variables involved are given in the table below.  
 
Table 4.1:  
Descriptive Statistics 
   N Minimum Maximum Mean  Std. Deciation 
Distributive Justice 137 1.20  5.00  3.5723   .74997 
Procedural Justice 137 1.17  5.00  3.5134  .77835 
Interactional Justice 137 1.14  5.00  3.7478  .93293 
Job Embeddedness 137 1.57  5.00  3.8356  .70671 
Turnover Intention 137 2.00  4.85  3.3473  .76849 
Valid N (listwise) 137      
 
 
The descriptive statistics for dimensions of organizational justice, job embeddedness, and 
turnover intention are given in the table above. Descriptive statistics suggest that participants 
perceived level of distributive justice is above average (M=3.57, S.D=.74); procedural justice is 
also above average (M=3.51, S.D=.77); and interactional justice is also above average (M=3.74, 
S.D=.93). Further, job embeddedness is high (M=3.83, S.D=.70); and the turnover intention is 
close to average level (M=3.34, S.D=.76).  
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Correlation Analysis  
Correlation analysis for the variables involved is given in the table below.  
 
Table 4.2:  
Correlations 
      DJ PJ IJ JE  Turnover 
          Intention 
  Pearson Correlation  1   
DJ  Sig. (2 tailed)     
  Pearson Correlation  .216* 1  
PJ  Sig. (2 tailed)   .011   
  Pearson Correlation  1.29 . 271**  1  
IJ  Sig. (2 tailed)   .134 .001    
  Pearson Correlation  .017 .264** .535**  1   
JE  Sig. (2 tailed)   .211 .002 .000     
  Pearson Correlation  .309** -.128 -.071 -.187*  1 
Turnover  Sig. (2 tailed)   .000 .137 .412 .029   
Intention     
*. Correlation is significant at the 0.05 level (2-tailed) 
**. Correlation is significant at the level 0.01 (2-tailed 
 
 
 The correlation analysis suggest that distributive justice is positively but insignificantly 
associated with job embeddedness (r=.107, P>0.05); procedural justice is positively and 
significantly associated with job embeddedness(r=.264, P<0.05); and interactional justice is 
positively and significantly associated with job embeddedness (r=.535, P<0.05).  Furthermore, 
the distributive justice is positively and significantly associated with turnover intention (r=309, 
P<0.05); procedural justice is negatively but insignificantly associated with turnover intention 
(r=-.128, P>0.05); and interactional justice is negatively and significantly associated with 
turnover intention (r=.187, P<0.05). Overall, these results show that there is reasonable 
association between the dimensions of organizational justice, job embeddedness, and the 
turnover intention.  
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 Regression Analysis 
 
For the first three objectives of the study, the regression analysis was conducted , while, for the 
last objective, the mediation analysis was used. Regression analysis was suitable since our 
objective was to test the effects of one variable/s over other.  Thus, for testing hypothesis, three 
separate regression models were being run. While, running the regression analysis, the 
assumptions of regression were also checked. Their brief details are as under. 
1
st
 assumption is about normality of error term which was tested through NPP plot.  
2
nd
 assumption is about no multicollinearity which was tested via VIF statistics and found within 
reasonable limit (<2). 
3
rd
 assumption is about homoscedasticity which was tested via Park tests and found clear. 
4
th
 assumption is about no autocorrelation which was tested via Durbin Watson statistics and 
found within reasonable limit (around 2).  
4.4.1 Analysis Related to Objective 1 
The first model is about testing the effects of dimensions of organizational justice on the job 
embeddedness. Details are as under. 
 
Figure 1: NPP Plot 1 
The NPP plot shows that overall normality assumption is fulfilled as dots are not at too much 
distance from the central line.  
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Table 4.3:  
Model 1, The effects of Organizational Justice on the Job Embeddedness 
  Beta   Standard  t-value  p value  Tolerance VIF 
  Values  Error  
(Constant) 1.964  .337  5.832  .000 
DJ  0.15  .070  .217  .829  .948  1.055 
PJ  .114  .070  1.639  .104  .893  1.120 
IJ  .378  .057  6.609  .000  .921  1.085 
R value  .549   
R square .302   
F Statistics 19.16 (.0.000)  
DW Statistics 1.40      
The results show that the three dimensions of organizational justice explain up to 30.2% change 
in the dependent variable of job embeddedness. Further, the model is also fit and significant 
(Fstat=19.16, P<0.05). Furthermore, in terms of coefficients, distributive justice is positively but 
insignificantly associated with job embeddedness (β=.015, P>0.05); procedural justice is 
positively but insignificantly associated with job embeddedness (β=-.114, P>0.05); and 
interactional justice is positively and significantly associated with job embeddedness (β=.378, 
P<0.05). Further, the VIF statistics is also given for the three independent variables which is less 
than 2 thus showing that multicollinearity assumption is not violated. Further, the DW statistics 
is also 1.40 which is not close to 2 but shows that autocorrelation is not a big concern in this 
model.  
Analysis Related to Objective 2 
Second regression model is to test the effect of dimensions of organizational justice on the 
employee’s turnover intention. Results are as under. 
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Figure 2: NPP Plot 2 
 
The NPP plot shows that data is following the normality assumption.  
Further coefficients are given below.  
Table 4.4:  
Model 2, The effects of Organizational Justice on the Employee Turnover Intention 
  Beta   Standard  t-value  p value  Tolerance VIF 
  Values  Error  
(Constant) 2.890  .407  7.106  .000 
DJ  .367  .085  4.335  .000  .948  1.055 
PJ  -.185  .084  -2.203  .029  .893  1.120 
IJ  -.054  .069  -.785  .434  .921  1.085 
R value  .373   
R square .139   
F Statistics 7.178 (.0.000)  
DW Statistics 1.48      
The results shows that the distributive, procedural, and interactional justice explain up to 13.9% 
change in the dependent variable of employee turnover intention. The model is fit and significant 
as can be seen from its associated Fstatistics (Fstat=7.17, P<0.05). Furthermore, the in terms of 
coefficients, distributive justice is positively and significantly associated with turnover intention 
(β=.367, P<0.05); procedural justice is negatively and significantly associated with turnover 
intention (β=-.185, P<0.05); and interactional justice is negatively and significantly associated 
with turnover intention (β=-.054, P<0.05). furthermore, the VIF statistics is also within limit thus 
JAN-JUNE 2016, VOL 2, ISSUE 1, JOURNAL OF MANAGEMENT RESEARCH (JMR) 
 
52 
 
indicating that multicollinearity assumption is not violated. Finally, the DW statistics is also 1.48 
indicate that autocorrelation is not much problem in this data.  
 Analysis Related to Objective 3 
Third regression model was to test the effects of job embeddedness on the turnover intention. 
Details are as under. 
 
 
Figure 3: NPP Plot 3 
The NPP plot shows that data is following the normality assumption. Further results are given in 
the table below.  
Table 4.5: 
Model 3, The effects of Job Embeddedness on Turnover Intention 
  Beta   Standard  t-value  p value  Tolerance VIF 
  Values  Error  
(Constant) 4.128  .359  11.513  .000 
JE  -.203  .092  -2.213  .029  1.00  1.00 
R Value .187   
R square .035   
F Statistics 4.898 (0.029)   
DW  1.618 
 
The results shows that job embeddedness explains up to 18.7% change in the dependent variable 
of employee turnover intention. The model is fit and significant as can be seen from its 
associated Fstatistics (Fstat=4.898, P<0.05). Furthermore, the in terms of coefficients, job 
embeddedness is negatively and significantly associated with turnover intention (β=-.203, 
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P<0.05). Furthermore, the VIF statistics is also within limit thus indicating that multicollinearity 
assumption is not violated. Finally, the DW statistics is also 1.618 indicate that autocorrelation is 
not much problem in this data.  
 
Analysis Related to Objective 4 
Our final analysis was related to objective 4 and is based on the mediation analysis. If a variable 
can change the relationship between independent and dependent variable, then it is said to be 
working as a mediator (Preacher & Hayes, 2004; Baron & Kenny, 1986).  
 
Figure 4: Mediation Model 
 
Based on Baron and Kenny guidelines, there are four steps need to be followed means testing 
four different types of models. Details are as under. 
 
Mediation Analysis- Step 1 to Step 4 
The Baron and Kenny approach was used to run four regression analyses in three steps to check 
the mediation between the variables. The results are as under. 
 
Table 4.6:  
Mediation Analysis 
Step Path  Model   Unstandardized 
Beta 
Standard 
Error 
t value Sig R Square F Stat P Value 
of F 
1 C  Turnover 
Intention←Distributive 
Justice 
.367 .085 4.335 .000 
.139 7.178 .000 
Turnover 
Intention←Procedural 
Justice 
-.185 .084 -2.203 .029 
Turnover 
Intention←Interactional 
Justice 
-.054 .069 -.785 .434 
2 a  Job 
Embeddedness←Distributi
ve Justice 
.015 .070 .217 .829 
19.16 0.000 
Job 
Embeddedness←Procedur
al Justice 
.114 .070 1.639 .104 
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Job 
Embeddedness←Interactio
nal Justice 
.378 .057 6.609 .000 
3 b  Turnover Intention←Job 
Embeddeness 
-.203 .092 -2.213 .029 .035 4.898 0.029 
4 c/  
 
Turnover 
Intention←Distributive 
Justice 
.370 .084 4.431 .000 
.410 6.652 0.000 
Turnover 
Intention←Procedural 
Justice 
-.160 .084 -1.911 .058 
Turnover 
Intention←Interactional 
Justice 
.029 .079 .365 .716 
 
For running mediation analysis, four different models had to be used. The results of the four 
models and their corresponding statistics are given in the table above. The first model is path c 
which test the direct effects of the dimensions of organizational justice on employee turnover 
intention. The results show that when testing the relationship directly, the distributive, 
procedural, and interactional justice explain up to 13.9% change in the dependent variable of 
employee turnover intention. Further, in terms of coefficients and significance, distributive and 
procedural justice is significant while interactional justice is insignificant.  For mediation 
analysis, these beta needs to be significant which should turned out to be insignificant when 
introduced the mediator in the model. In our case, only two betas are already significant while 
the third one turned out to be insignificant.  
In second step, path a was being tested. Here, the relationship between the dimensions of 
organizational justice with job embeddedness was observed. The results show that the three 
dimensions of organizational justice explain up to 30.2% change in the dependent variable of job 
embeddedness. Furthermore, in terms of coefficients, distributive and procedural justice is 
insignificant, while interactional justice is turned out to be significant.  
Finally, model 3 and 4 were being tested together i.e. path b and c
/
. The results show that when 
controlling for the job embeddedness, distributive justice is found to be positively and 
significantly associated with turnover intention (β=.370, P<0.05); procedural justice is negatively 
and significantly associated with turnover intention (β=-.160, P<0.05); and interactional justice is 
positively but insignificantly associated with turnover intention (β=.029, P>0.05). The value of 
Rsquare also did not change much as it is showed in this model, the three dimensions of 
organizational justice explains up to 41% change in the dependent variable.  If by comparing the 
beta and its significant values in model 1 and model 4, we find significant betas turning out to be 
insignificant, then we can say that mediating variable is working as a mediator. On the other 
JAN-JUNE 2016, VOL 2, ISSUE 1, JOURNAL OF MANAGEMENT RESEARCH (JMR) 
 
55 
 
hand, if there is not much change in the beta and their corresponding significant value, then we it 
shows that proposed mediator is not working as a mediator. In our case, it can be concluded that 
organizational justice is affecting the turnover intention and the job embeddedness separately; 
however, the job embeddedness is not functioning as a mediator between the relationship of 
organizational justice and the turnover intention. The reason we are making this claim in light of 
the fact that statistically, the mediation model did not turn out to be as expected.  
 
Table 4.7:  
Summary of Hypothesis 
Hypothesis  Hypothesis       Results 
Number 
H1a   Distributive justice has significant positive effects  Rejected 
   on job embeddedness 
H1b   Procedural justice has significant positive effects  Rejected 
   on job embeddedness 
H1c   Interactional justice has significant positive effects  Accepted 
   on Job embeddedness 
H2a   Distributive justice has significant negative effects  Accepted 
   on Turnover intention 
H2b   Procedural justice has significant negative effects  Accepted 
   on Turnover intention 
H2c   Interactional justice has significant negative effects  Rejected 
   on turnover intention 
H3   Job embeddedness has significant negative effects  Accepted 
   on employee turnover intention 
H4a   Job embeddedness mediates the relationship between Rejected 
   the distributive justice and the employee turnover 
   intention 
H4b   Job embeddedness mediates the relationship between Rejected 
   the procedural justice and the employee turnover 
intention 
H4c   Job embeddedness mediates the relationship between rejected 
   The interactional justice and the employee turnover 
Intention 
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Conclusion 
The objective of the study was to see the effects of organizational justice on turnover intention, 
job embeddedness, and mediating role of job embeddedness between organizational justice and 
turnover intention. The findings explain that dimension of procedural justice is significantly and 
negatively related with employee turnover intention while interactional justice is significantly 
and positively related with job embeddedness. The distributive justice turned out to be 
insignificant in both models; thus, we conclude that procedural and interactional justice is more 
important in the private sector universities context. The distributive justice is less important in 
the private sector which may be due to the fact that in private sector universities, mostly the work 
load and pay related issues are defined. Further, it can also be concluded that for favorable 
outcomes such as job embeddedness and less turnover are the result of organizational justice as 
perceived by the employees. The findings can be generalized on the private universities context 
at province level since our sample and all other private sector universities mostly share some 
common characteristics. Similarly, the findings can be generalized on the services sector at 
national level with some caution. However, since most private sector are similar in terms of 
limited resources, emphasis on cost cutting, and operating in competitive environment, so our 
findings can be applied on the private services sector in some limited manner.  
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